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Proposal for Increasing the Effectiveness of Agency Pergopnel Management

The complex nature of the work of the Central Intelligence Agency and

the diverse circumstances under which such work is carried out in

unlike countries throughout most of the world requires a highly competent
corps of professional, technical, administrative and clerical personnel.
The Agency has early recognized the need for a progressive and dynamic
peraonnel program to meet this critical need and early in 1952 introduced
the Career Service Program which was primarily designed to identify,
develop, effectively use and reward individuals who have qualifications
required by the Agency. As experience was gained over the past years

in the operation of thls Progranm, cortain changes were made as the need
became apparent. For example, the basic structure of the Career

Services was changed and the new concepts of the CIA Career Staff and

the Caresr Council were introduced. In addition, several committees

were assigned to work on specialized facets of personnel management

in ‘order to further strengthen and develop the Agency's baslc persennel
management program.

Observation of the effectiveness of our Personnel Management practices
has frequently eliclted the criticism that current Table of Organization
processing procedures have restricted the flexibility and operational
effectiveness of line management. Similar criticism has also been
invited to the amount of time required to process and effect personnel
actions, as they pertain to both positions and employees. In addition,
resctions recelved to a recent staff study whieh proposed a method

for determining normal promotlon progresslon patterns for various cate-
gories of positions have shown a desire to eliminate grades GS-8 and
GS-10 on the basis of providing greater equlty across all occupetional
1ines. Considerable study has been glven to these and related aspects
of Agency Persomnel Management practices and & plan is being developed
for increasing the effectlveness of our present policies and procedures
and furthering the general advancement of our Career Service Program.
The details of this proposal are still under study; however, it is
possible to give an indication and brief descriptien of the general
direction of our current plenning. The following paragraphs furnish

a brief description of the specific proposals involved and an indication

of the objectives to be 22?2??3?7

Proposal COblective
1. For Table of Orgenization purposes, Agency To expédite the approval
positions will be divided into four princi- of Table of Organization
ple classes, as follows. proposals and provide dele-

gation of authority and

i

Class T - GS-16 thru G8-18 -~ ,  °  flexibility to operating
Class IT - GS-13 thru GS-15 - 7 “° components to discharge
Class III - GS=7, 9, 11 and 12 237 their personnel management
Class IV - GS-3 thru GS-6 %,  responsibilities with a

minimum of control.
Ceiling suthorizations would be allocated
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Proposal

each class and changes to positions
within a Class (in Classes 2% IIT and IV)
would be accomplished by operating com-
ponents without prior DD/S approval, where
Job standards were available,

Authority will be delegated to Heads of
Career Services to reassign employees
(within a Class) and promote employees in
the same line of work and Class without
prior Office of Personnel approval but
subject to post audit review,

To provide authorization for a given
percentage of Table of Organization slots
(approximately 5%) over and above the man-
power authorlzation required to sccomplish
the normal mission of the component, to
be used for slotting "pipelinet personnel,
i.e. those undergoing formal training,
orientation, in and out casuals, ete,

To eliminate grades GS-8 and GS-10 from the
present GS grade structure and revise time-

in-grade requirements as appropriate in con-

sideration of the uniform pattern (7-9-11).

-2.

Objective

To expedite the processing
of personnel actions and
8implify personnel reassign-
ments, transfers and pro-
motions; to provide delega-
tion of authority and flex—
ibllity to operating com-
ponents to discharge their
personnel management
responaibilities with a
minimum of control.

To ensure that the basic
Table of Organizatien truly
reflects the manpower
required to carry out the
functions assigned so that
overhead personnel would not
be chargeable to the pro-
ductive element of a T/0,

To reduce the large mmber
of GS grades and thereby
provide more realistic
basis o Feo "gﬁl signi-
ficant differences in the
difficulty and level of

work aeross oceupational e
lines; to establish clear
and uniform progression
patterna,
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5.

Proposal

To introduce a Personal-Rank status
concept for selected members of Class I
(supergrade) positions. Such personnel
would be carsfully selected by the
Director of Central Intelligence through
recomnendations of the Supergrade Review

Board, solely on the basis of demonstrated

competence, integrity and quality of
leadership that their rank, basic salary
and status would be vested in them ag
individusls. This differs from current
practice in that rank and status are
attached to a position or job. Selected
Class I members could be shifted anywhere
at anytime without the danger of down-
grading or suffering the loss of pay or
status, Such personnel would be more
than narrow specilalista but would be
versatile in a8 varisty of fields,

To provide for step increases of two
increments for personnel with outstanding
records of performance and suitability
as reflected in Fitness Reports; and to
provide for the granting of periodic

step inereases at the end of one year for
satisfactory employees.,

Objective

To recognize a situation
which tends to be obscured
by a conventional position -
¢lassification plan, namely,
at high levels each position
tends to be unique, the
difficulty of the job 1s not
constant and the man who
fi1ls it may make the job,
not the job the man. Such
peraonnel could expect to
work on assignments of
extreme difficulty and of
great responsibility and
could expect to be shifted
frequently es assignments
were completed.

To provide a satisfactory

-means of recognizing out-

standing performance when
a grade promotion is not
possible due to classifi-
catlon, ceiling, or time-
in-grade rastrictions.

Approved For Release 2001/04/04 %78-04718A001700070010-7



